Topical Heading
Teacher and Principal Quality

Program Title

Teacher Incentive Fund

Also Known as
Teacher Incentive Program

CFDA # (or ED #)
84.374A

Administering Office
Office of Elementary and Secondary Education (OESE)

‘Who May Apply (by category)
Local Education Agencies (LEAs), Nonprofit Organizations, State Education Agencies (SEAs)

Who May Apply (specifically)
LEAs, including charter schools that are LEAs in their state, SEAs, or partnerships of: (1) an LEA, an SEA, or

both, and (2) at least one nonprofit organization may apply.

Current Competitions
None. FY 2008 funds support continuations only.

Type of Assistance (by category)
Discretionary/Competitive Grants

' Appropriations

- Fiscal Year 2006  $99,000,000
Fiscal Year 2007 $200,000
Fiscal Year 2008 $97,270,470

Note: FY 2006 was the first year of funding.

Fiscal Year 2008 Awards Information
Note: The Department is not bound by any estimates in this notice.

Number of New Awards: 0

Number of Continuation Awards: 34

Legislative Citation
Elementary and Secondary Education Act of 1965 (ESEA), as amended, Title V, Part D, Subpart 1.

Program Regulations
EDGAR

Program Description
This program supports efforts to develop and implement performance-based teacher and principal compensation

systems in high-need schools. Goals include:
e Improving student achievement by increasing teacher and principal effectiveness;

e Reforming teacher and principal compensation systems so that teachers and principals are rewarded for
increases in student achievement;

e Increasing the number of effective teachers teaching poor, minority, and disadvantaged students in
hard-to-staff subjects; and

o Creating sustainable performance-based compensation systems

Types of Projects
Projects develop and implement performance-based teacher and principal compensation systems in high-need
schools. Performance-based compensation systems must consider gains in student academic achievement as well
as classroom evaluations conducted multiple times during each school year, among other factors, and provide



educators with incentives to take on additional responsibilities and leadership roles.
Education Level (by category)

K-12
Subject Index

Educational Improvement, Educational Innovation, Innovation, Principals, Teachers
Contact Information

Name April Lee

E-mail Address  April.Lee@ed.gov

Mailing Address U.S. Department of Education, OESE
: Academic Improvement and Teacher Quality Programs
Lyndon Baines Johnson Department of Education Building
400 Maryland Ave. S.W., Rm. 3W229
Washington, DC 20202-6400

Telephone 202-205-5224
Toll-free 1-800-872-5327 or 1-800-USA-LEARN
Fax 202-260-8969

Links to Related Web Sites
http://fwww.ed.gov/programs/teacherincentive/index.html



SP0458, LD 1277, item 2, 124th Maine State Legislature , Amendment C "A", Filing Number S-268
‘Resolve, To Encourage Alternative Compensation Models for Teachers and School Administrators’

PLEASE NOTE: Legislative Information cannot perform research, provide legal advice, or

interpret Maine law. For legal assistance, please contact a qualified attorney.

Amend the bill by striking out the title and substituting the following:

‘Resolve, To Encourage Alternative Compensation Models for Teachers
and School Administrators’

Amend the bill by striking out everything after the title and before the summary and inserting the
following:

‘Sec. 1 Department of Education; evaluation of alternative compensation

models for educators. Resolved: That the Department of Education shall review alternative
compensation models established in other states and governmental or educational entities that allow for
performance-based compensation, including bonuses for teachers and school administrators and the
bases upon which the alternative compensation is determined; and be it further

Sec. 2 Department of Education; application for federal funds. Resolved: That
the Department of Education shall review the requirements of the federal Teacher Incentive Fund
program and any other federal grant program under which funds may be used for establishing
alternative compensation models for educators. The department shall prepare and submit an application
for federal grant funds from the federal Teacher Incentive Fund and any other applicable federal
program to develop a state-based alternative compensation grant program for school administrative
units; and be it further

Sec. 3 Department of Education; alternative compensation grant program.

Resolved: That the Department of Education shall establish an application process whereby school
administrative units may apply to participate in the alternative compensation grant program under
section 2, referred to in this section as "the grant program.” Interested school administrative units must
agree to abide by the requirements of the federal grant programs in order to be considered for the grant
program. The department shall develop requirements for use of grant program funds, including
reasonable timelines for the development and implementation of alternative compensation models and
for school administrative units to report progress. To the extent that federal funding requirements
allow, the grant program funds may include funding for the department to administer the grant
program, to provide technical assistance to school administrative units and to pay for an independent
evaluation of the alternative compensation models that are developed. School administrative units must
be encouraged to experiment with any number of alternative compensation models. Any alternative
compensation plans developed by a school administrative unit must be approved by the participating
local bargaining units consistent with the Maine Revised Statutes, Title 26, chapter 9-A and related
rules pertaining to collective bargaining for teachers employed by school administrative units; and be it
further

Sec. 4 Grant program evaluation. Resolved: That the Department of Education shall
submit annual reports to the joint standing committee of the Legislature having jurisdiction over
education and cultural affairs by January 15, 2011 and January 15, 2012 describing the progress of the
school administrative units participating in the alternative compensation grant program under section 2
and report the results of any independent analysis conducted on the effects of alternative compensation

SP0458, Filing Number S-268, LR 1371, item 2, First Regular Session - 124th Maine Legislature, page 1




SP0458, LD 1277, item 2, 124th Maine State Legislature , Amendment C "A", Filing Number S-268
‘Resolve, To Encourage Alternative Compensation Models for Teachers and School Administrators’

systems, including but not limited to student outcomes, teacher recruitment and retention. The
department shall seek outside funding and technical support for use in the development,
implementation and evaluation of any alternative compensation models developed through the
alternative compensation grant program.’

SUMMARY

This amendment replaces the bill with a resolve to direct the Department of Education to apply for
federal grant funds from the federal Teacher Incentive Fund on behalf of interested school
administrative units in the State for the purpose of establishing a state-based alternative compensation

grant program.

FISCAL NOTE REQUIRED
(See attached)

SP0458, Filing Number S-268, LR 1371, item 2, First Regular Session - 124th Maine Legislature, page 2



Volume 3, Number 11 November 2009
What's New?

What's New? New Look for the Center for Educator
CECR highlights next TIF Compensation Reform (CECR)
competition and recent activities in
the field. You may have noticed that some CECR
resources have a new look, and CECR is
Hot Off the Press cu.rrently in the process of redesigning its
website to include the new branding and
Grantee Spotlight improve functionality. Please stay tuned—the
This month, CECR profiles the new and improved site will go live in winter
University of Texas System 2009. You can visit the homepage now at
Teacher Incentive Fund Program. hitp://cecr.ed.gov to get a glimpse of the
upcoming changes.
Contact Us

New TiF Competition

There will be another round of Teacher
Incentive Fund (TIF) grants funded by the

American Recovery and Reinvestment Act
(ARRA)
(ARRA).

The U.S. Department of Education plans to publish the draft requirements for public comment in the
spring of 2010. After the requirements are finalized, the notice for applications will follow. For more
information on ARRA funding streams, see http.//ed.qov/recovery.

CECR Staff in the Field

CECR staff are busy out in the field sharing their expertise. In August, Cynthia Prince, Ph.D., of
Vanderbilt University gave a presentation on financial sustainability at the National Governors
Association (NGA) Center for Best Practices meeting “Policy Academy on Creating New Models of
Teacher Compensation.”Materials from all presentations at that meeting are available online at
http://www.nga.org/portal/site/nga/menuitem.9123e83a1f6786440ddcbeeb501010

a0/?vanextoid =ed3f0bec28b23210VgnVVCM1000005€00100aRCRD.

In September, James Guthrie, Ph.D., and Patrick Schuermann, Ed.D., of Vanderbilt University and
Sabrina Laine, Ph.D., of Learning Point Associates presented at the “Teacher Quality and Compensation
Forum” in Guilford County, North Carolina. Their presentations covered why teacher quality matters, how



performance-based compensation fits into the educator career continuum, and how to design a strategic
and effective program. See an announcement about this meeting on the Guilford County Schools
website at hitp://www.quilford k12.nc.us/news/news. detail.aspx?n _id=892.

In October, Dr. Guthrie and Dr. Schuermann presented at the REL Midwest Connecting Research to
Practice Event “Educator Compensation: PerformancePay, Pensions, and Promising Practices.”
Resources from the event are available online at hitp://www.learningpt.org/rel/archive/1015-

1609 educatorComp.php.

Researchers Probe Pay Incentives for Teachers—Education Week. November 9, 2009.
http://www.edweek.org/ew/articles/2009/11/11/11performance ep.h29.htmi?tkn=

VYNFcirgbzhs6zJiBFig4zCelaxJDCQ%2F1BXQ

The National Center on Performance Incentives recently published a book, Performance Incentives:
Their Growing Impact on American K-12 Education. This book details findings from current performance-
based pay initiatives across the country. To order copies, visit the publisher’s website at

hitp://www brookings. edu/press/Bboks/ZOO8/performanceincentives. aspX.

AFT Announces First Recipients of Innovation Fund—Education Week. October 9, 2009.
htto://mww.edweek. org/ew/articles/2009/10/14/07 aft.n29. himi?2tkn=XRBFFOFNaapUiB%2
FyKOvu%2FFl1iz7tAe2Rumil

The American Federation of Teachers (AFT) named the recipients of the first round of grants from its
new Innovation Fund. The eight recipients, all AFT affiliates, plan to scale up new models for teacher
bargaining, recruitment, evaluation, or compensation—including some that would incorporate student
test scores—with their cut of $1.2 million.

New D.C. Teacher Ratings Stress Better Test Scores—The Washington Post. October 1, 20089.
hitp://www.washingtonpost.com/wp-dyn/content/article/2009/09/30/AR2008093004 729 html?sub=AR

A new teacher evaluation system for Washington, D.C., public school teachers will make them among
the first in the nation to have their pay tied to standardized test scores. The $4 million system also
includes other evaluation measures, including classroom presence and how carefully they check for
student understanding of material covered.

NEA Moves to Help Poor Schools With Best Teachers—USA Today. September 30, 2009.



http://www. usatoday.com/news/education/2009-08-30-nea-teachers-poor N.him

The United States’ largest teachers union is asking local affiliates to draft memoranda of understanding
with local school districts that would waive any contract language that historically has kept the best

teachers out of high-need schools.

The University of Texas (UT) System, in partnership with the Teacher Advancement Program (TAP)
and seven public school districts, has implemented a teacher incentive fund program (UT-TIF). The
seven districts that make up UT-TIF are Boys Ranch Independent School District (ISD), Manor ISD,
Richardson ISD, Lancaster ISD, Bryan ISD, Frenship ISD, and Lytle ISD. All schools in the participating
districts implement, in conjunction with the TAP system, a recruitment bonus to attract teachers and
principals to participating schools. TAP provides differentiated compensation to teachers and principals
based on two main factors: student academic achievement and teacher or principal performance.
Specifically, the TAP system provides career advancement opportunities for teachers as they take on
additional responsibilities or duties and as they participate in professional development activities. The

four components of TAP are as follows:

e Multiple career paths that provide three tiers of teacher leadership—career, mentor, and

—

master teachers. Mentor teachers collaborate with master teachers to construct benchmark
lessons, team-teach, and model effective instructional practices. Master teachers oversee
professional development activities, facilitate curriculum and assessment planning, team-teach,

and provide demonstration lessons as well as conduct teacher evaluations.

¢ Ongoing applied professional growth that restructures the school schedule and provides time
during the school day for teachers to meet, learn, plan, mentor, and share with other teachers.
Teachers receive professional development based on targeted areas of need that are specific to
the teacher and the school.

» Instructionally focused accountability determined through a comprehensive teacher and
principal evaluation system. TAP developed standards for teaching skills, knowledge, and
responsibility as well as student academic growth.

e Performance-based compensation based on teacher and principal roles and responsibilities,
performance in the classroom, and performance of their students at both the individual
classroom and schoolwide levels. Student achievement results are calculated using SAS EVAAS



(Education Value-Added Assessment System) methodology.

More information on the TAP model is available online at hitp://www.tapsystem.org/.

What need is the project trying to address?

The districts chosen to participate in the UT-TIF program face numerous significant challenges: they are
high-poverty, high-minority districts that have low student achievement scores and high rates of teacher
turnover. At the time of the grant application, an average of 67 percent of students in all seven districts
were eligible for free or reduced-price lunch, and more than 60 percent were Hispanic, with a high
concentration of students designated as limited English proficient.

Further, the districts had not met academic goals for three years prior to the grant application—20 of the
27 schools selected had ratings of academically acceptable or academically unacceptable.

Although some schools were rated academically acceptable, statewide standards for the rating are set at
40 percent of students passing the Texas Assessment of Knowledge and Skills (TAKS) in mathematics;
35 percent in science; and 60 percent in reading, writing, and social studies. Finally, teacher and
principal turnover has been high historically for the partner districts. For example, in Manor 1SD, 20
percent of teachers turn over each year—60 percent of teachers at Blake Manor Elementary School

alone have fewer than two years of teaching experience.
What are the goals of the program?

The primary goal of UT-TIF is to improve student achievement in high-need schools. Secondary goals
include recruiting and retaining effective teachers and principals in high-need schools and hard-to-staff

subject areas.
How much are the incentives?

Teachers in hard-to-staff subject areas, determined by each partner district with guidance from the UT
system, received a recruitment incentive of $2,000-$4,000 during the 2008-09 school year. Teachers
are eligible to receive bonuses between $200 and $5,000 for meeting TAP goals. Principals and
assistant principals are eligible to receive up to $4,000 in performance incentives under the TAP system.

What are the recent highlights of the program?

The first year of the program, 2007-08, was a planning year. During this time, UT-TIF school district
partners participated in site visits to TAP schools, attended the national TAP conference, hired their TAP



leadership team members, and planned for the program'’s upcoming financial commitments. The UT
system also hired and trained program staff to support the TIF campuses throughout the duration of the
grant period.

Implementation of UT-TIF began during the second year of the grant, 2008-09. During this time, the
partner school districts distributed recruitment incentives to teachers in hard-to-staff subject areas. In
addition, the districts began working toward meeting the TAP goals. Of the 27 UT-TIF schools, 89
percent met or exceeded expected growth levels, and 62 percent received a school-level value-added
score of 5—the highest provided under SAS EVAAS. Finally, after the second year of UT-TIF, the
majority of participating schools moved into the academically acceptable or recognized categories.

For more information, please visit the following sites:

o CECR TIF Profile: hitn://cecr.ed.gov/initiatives/profiles/pdfs/University of Texas.pdf

CECR National Map Profile: hitp://cecr.ed.gov/initiatives/maps/pdfs/CECR_TX_Austin.pdf

[

o UT system TIF and TAP information: http:.//www.utsystem.edu/ipsi/tif.himl and
http://www. utsystem.edu/ipsi/tap. himi

e SAS EVAAS information: hitp:/fwww.sas.com/govedu/edu/services/effectiveness.html

Center for Educator Compensation Reform

Allison Henderson, Director
Phone: 888-202-1513 « E-Mail: cecr@westat.com
Website: cecr.ed.gov

The Center for Educator Compensation Reform (CECR) was awarded to Westat—in partnership with Learning Point
Associates, Synergy Enterprises Inc., Vanderbilt University, and the University of Wisconsin—by the U.S. Department

of Education in October 2006.

The primary purpose of CECR is to support the Teacher Incentive Fund (TIF) grantees with their implementation efforts
through the provision of ongoing technical assistance and the development and dissemination of timely resources.
CECR also is charged with raising national awareness of alternative and effective strategies for educator compensation

through this newsletter, a Web-based clearinghouse, and other outreach activities. We look forward to an exciting

partnership with the TIF grantees as we embark together on blazing a new path for education reform.
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I COMMUNITY TRAINING o Winmer Siroet
AND ASSISTANCE CENTER Boston, MA 02108

wwW WL chacusg.com

TEL 617-423-1444
FAX 617-423-4748

Cornerstones of Performance-Based Compensation

First, performance-based compensation is a systemic reform. It is miscast as a financial
reform. It must be tied directly to the educational mission of a district by focusing on
changing how a school system thinks and behaves in the areas of student learning and
institutional culture.

Second, it must be done with people, not to them. Compensation changes that work to
the benefit of students and teachers cannot be imposed from above or achieved by
simply copying models from eisewhere. There must be trust and collaboration so that
program designs and problems can be put on center stage and mid-course corrections
can be made when implementing changes.

Third, performance-based compensation must go beyond politics and finances to benefit
students. Both in planning and development, it has to focus on the range of factors that
demonstrably affect results for students and support for teachers.

Fourth, it must be organizationally sustainable. From the classroom to the boardroom,
the entire district must be aligned to support the initiative. This requires upgrading and
aligning all key units of the district in support of the classrooms—curriculum and
instruction, professional development, student achievement data, human resources and
finance systems.

Fifih, it must be financially sustainable. It is essential to anticipate and plan on the front
end of the initiative for the financing needed for long-term sustainability. This is a key to
maintaining the engagement of both teachers and taxpayers.

Sixth, a broad base of support is required within the district and community. Buy-in

from the district, particularly teachers, is needed for effective implementation. Support
from the community is vital for generating additional resources.

© Community Training and Assistance Center, 2008.

ALBUQUERQUE | CHICAGO | CLEVELAND | LOS ANGELES | LOUISVILLE | MEMPHIS






earch Brief

Value-Added and Other Methods for
Measuring School Performance:
An Analysis of Performance Measurement
Strategies in Teacher Incentive Fund Proposals

February 2008

-~ n “Value-Added and Other Methods for Measur- Performance Measure Strategies in TIF Plans

1 ing School Performance: An Analysis of Per-
formance Measurement Strategies in Teacher
Incentive Fund Proposals”—a paper presented at the
February 2008 National Center on Performance In-
centives research to policy conference—Robert
Meyer and Michael Christian examine select
performance-pay plans used by recipients of the fed-
erally funded Teacher Incentive Fund (TIF). The TIF
program, funded by the U.S. Department of Educa-
tion, provides competitive grants to local education
agencies, charter schools, or state educational agen-
cies for the development of performance-pay plans.
TIF guidelines require that funds be used to (1) dis-
tribute bonus awards to educators based on student
achievement results, (2) observe and evaluate teach-
ers in the classroom, and (3) encourage teachers to
assume additional responsibilities within their
schools. Research literature often cites the challenges
of designing performance pay programs, specifically,
determining how to measure school, teacher, and
student performance, and how to most fairly distrib-
ute bonus awards. This paper focuses specifically on
the nature of value-added models used by TIF grant-
ees to evaluate educator performance.

Guidelines for the use of TIF funds provide substan-
tial freedom for recipients to create performance-pay
plans that best suit their specific needs. TIF grantees
use a variety of approaches for determining the dis-
tribution of bonus awards to educators. Meyer and
Christian focus on the performance measurement
strategies used by 34 district recipients, which em-
body the following six strategies for measuring edu-
cators’ impact on student achievement.

« Value-added models — used by 17 districts

o Student gain models — used 2 districts

« Students’ movement across academic proficiency
levels — used by 3 districts

« Students’ rates of proficiency or attainment —
used by 5 districts

« A combination of student gains, movement
across proficiency levels, or proficiency/
attainment rates — used by 6 districts

o Students’ individual learning plans — used by 1
district

National Center on Performance Incentives « Peabody #43 « 230 Appleton Place « Nashville, Tennessee 37203
Phone 615-322-5538 » Fax 615-322-6018 s www.performanceincentives.org



Research Brief

Value-Added Models

In value-added models, a school’s contribution to
growth in student achievement is estimated. Other
contributors to students’ academic growth (e.g., fam-
ily and student characteristics, prior achievement) are
controlled for in order to isolate the school’s effect.
The assumption is that fair comparisons of student
outcomes can then be made across multiple schools.
Half the districts examined by Meyer and Christian
use value-added models.

Student Gain Models

The use of student gain models is similar to value-
added, but is less complex, as it does not use statisti-
cal evidence to control for previous student achieve-
ment. In this model, gain is calculated as the differ-
ence between average student performance in one
year and average student performance of the same
students in a previous year. Its emphasis is on
achievement from one year to the next. The gain
model was used in only a few districts.

Movement Across Academic Proficiency Levels

Three of the TIF districts base their bonus awards on
changes in the proficiency levels of students from
year to year. These proficiency levels might be defined
as simply as “below proficient, “proficient,” and “ad-
vanced,” or as complex as a district deems necessary.
Within this model, some districts use a point system
to further differentiate degrees of performance. More
points might be awarded for students who move
through more levels or for students who have a
greater need to advance in proficiency levels.

Rates of Academic Proficiency or Attainment

Proficiency rates evaluate the percentage of students
scoring above a minimum proficiency threshold. At-
tainment simply looks at the average scores of stu-
dents either in a school or in the classroom. This
model, used by five TIF districts, does not consider

past performance in evaluating students’ current per-

formance.

Other Models for Measuring Student Performance

Some districts use several approaches to determine
educators’ contribution to student achievement.
These hybrid models use some combination of gain
models, movement across proficiency levels, and
proficiency or attainment rates. One district uses in-
dividual achievement plans for students, resulting in
bonus awards for teachers whose students meet the
goals outlined in their plans.

Conclusions

Though many of the TIF grantees use some form of a
value-added model, smaller school districts are more
likely to use less sophisticated approaches in their
proposed performance pay plans. Some performance
measurement strategies, such as the use of profi-
ciency or attainment rates, noticeably deviate from
the value-added model. Meyer and Christian argue
that any approach that considers past student
achievement in its analysis of current achievement is
preferable over an attainment model. They also point
out a weakness that can easily arise when using
movement across proficieny levels: If students do not
cross a proficiency threshold, their gains may not be
counted, even if they have made improvements.

The authors discuss several benefits to using a value-
added model. Primarily, it can be designed and cus-
tomized to meet the needs of a district and can
minimize, if not remove, many of the problems or
biases that arise with use of other performance meas-
urement strategies. Smaller districts often do not have
the technical capacity to build and administer a
value-added model, which likely explains their pro-
pensity to use less sophisticated strategies when
measuring student performance. Meyer and Chris-
tian suggest that the use of more advanced strategies
might be feasible for small districts if they work in
concert with other districts to create a value-added
system that serves multiple districts.




Research Brief

This research brief describes work published by the National Center on Performance Incentives in
“Value-Added and Other Methods for Measuring School Performance: An Analysis of Perform-
ance Measurement Strategies in Teacher Incentive Fund Proposals” by Robert H. Meyer and
Michael S. Christian, Working Paper 2008-17. The National Center on Performance Incentives is
a research and development center funded in part by the United States Department of Education’s
Institute of Education Sciences (R305A06034). The views expressed in this research brief do not
necessarily reflect those of the sponsoring agencies.

The National Center on Performance Incentives is led by Peabody College of Vanderbilt Univer-
sity in partnership with the RAND Corporation and the University of Missouri-Columbia.
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Maine’s Educator Quality & Effectiveness Survey 2009 —2010

Program Authority: American Recovery and Reinvestment Act of 2009, Division A, Title XIV — State Fiscal
Stabilization Fund, Public L. No. 111-5.

The following is the final list of descriptors and indicators required by USED in the State Fiscal Stabilization Fund
Phase [I Application for “Assurance A" as of November 9, 2009.

(a) Achieving equity in teacher distribution. A State must collect and publicly report data and other
information on the extent to which students in high- and low-poverty schools in the State have access to
highly qualified teachers; steps the State is currently taking to ensure that students from low-income
families and minority students are not taught at higher rates than other students by inexperienced,
unqualified, or out-of-field teachers; on how teacher and principal performance is evaluated; and the
distribution of performance evaluation ratings or levels among teachers and principals. Specifically, a
State must—

Indicator (a)(1). Confirm, for the State, the number and percentage (including numerator and
denominator) of core academic courses taught, in the highest-poverty and lowest-poverty schools, by
teachers who are highly qualified consistent with section 9101(23) of the Elementary and Secondary
Education Act of 19635, as amended (ESEA);

Indicator (a)(2). Confirm whether the State’s Teacher Equity Plan (as part of the State’s Highly
Qualified Teacher Plan) fully reflects the steps the State is currently taking to ensure that students from
low-income families and m1nor1ty students are not taught at higher rates than other students by
inexperienced, unqualified, or out-of-field teachers (as required in section 1111(b)(8)(C) of the ESEA);

Descriptor (a)(1). Describe, for each local educational agency (LEA) in the State, the systems
used to evaluate the performance of teachers and the use of results from those systems in decisions
regarding teacher development, compensation, promotion, retention, and removal;

Indicator (a)(3). Indicate, for each LEA in the State, whether the systems used to evaluate the
performance of teachers include student achievement outcomes or student growth data as an evaluation
criterion;

Indicator (a)(4). Provide, for each LEA in the State whose teachers receive performance ratings
or levels through an evaluation system, the number and percentage (including numerator and
denominator) of teachers rated at each performance rating or level;

Indicator (a)(3). Indicate, for each LEA in the State whose teachers receive performance ratings
or levels through an evaluation system, whether the number and percentage (including numerator and
denominator) of teachers rated at each performance rating or level are publicly reported for each school in
the LEA;

Descriptor (a)(2). Describe, for each LEA in the State, the systems used to evaluate the
performance of principals and the use of results from those systems in decisions regarding principal
development, compensation, promotion, retention, and removal;

Indicator (a)(6). Indicate, for each LEA in the State, whether the systems used to evaluate the
performance of principals include student achievement outcomes or student growth data as an evaluation
criterion; and

Indicator (a)(7). Provide, for each LEA in the State whose principals receive performance ratings
or levels through an evaluation system, the number and percentage (including numerator and
denominator) of principals rated at each performance rating or level.
ed at each performance rating or level.
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Maine’s Educator Quality & Effectiveness Survey 2009 —2010

This MEDMS online data survey collects “BASELINE DATA” for needs assessment and
strategic planning purposes, not for online posting. The State of Maine Department of
Education will be required to collect this data again, prior to September 30, 2011 in order
to meet “Assurance (a)” of the State Fiscal Stabilization Fund and post the collected data
online. We welcome your input on how to improve this data collection instrument and its
use. Thank you for completing this survey as accurately as is possible.

Descriptor (a) (1)

Please briefly describe the system(s) used by your School Administrative Unit (“SAU” may be
SAD, RSU, AOS, or Union) to evaluate its teachers and the use of results from those systems in
decisions regarding teacher development, compensation, promotion, retention, and removal (i.e. the
Charlotte Danielson “Components of Professional Practice”, and how it is used in your LEA). Thank you.

(Text hox reauired for descrintion)

Indicator (a) (3)
Please indicate, for your SAU, whether the systems used to evaluate the performance of teachers
include student achievement outcomes or student growth data as an evaluation criterion
L] Yes, our teacher evaluation system DOES include student achievement
outcomes as an evaluation criterion.
] No, our teacher evaluation system DOES NOT include student achievement
outcomes as an evaluation criterion.

Indicator (a) (4)

If your teachers receive performance “ratings or levels” through an evaluation system, please
provide the number and percentage (including numerator and denominator) of teachers rated at each
performance rating or level (Insert rating or performance level, i.e. 1" through “4”, or “unsatisfactory”
through “Distinguished”. Please leave rows empty or add extra rows as needed.)

[J NJ/A, our teachers do not receive performance ratings or levels through the
evaluation system.

Name of Rating | Number of Teachers at Number of Teachers Being Percentage of Teachers at
or Performance this Level in SAU Evaluated by System in SAU this Level in SAU

Level (“Numerator™) (“Denominator”) (automatically calculated)
Indicator (a) (5)

Please indicate, for your SAU, whether the information provided in the previous question is publicly
reported for each school in the SAU.

[] Yes, our teacher evaluation performance “ratings or levels” are publicly reported
for each school in the SAU.

[1 No, our teacher evaluation performance “ratings or levels” are NOT publicly
reported for each school in the SAU.

Maine Department of Education Page 2 V 12/14/2009
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[ ] N/A, our teachers do not receive performance “ratings or levels” through the
evaluation system.

Descriptor (a) (2)

Please briefly describe the system(s) used by your School Administrative Unit (*SAU” may be SAD,
RSU, AOS or Union) to evaluate the performance of principals and the use of results from those systems
in decisions regarding principal development, compensation, promotion, retention, and removal (i.e.
ISLLC 2008 “Performance Indicators for Educational Leaders” and how it is used in your SAU). Thank
you.

(Text hox reauired for descrintion)

Indicator (a) (6)
Please indicate, for your SAU, whether the systems used to evaluate the performance of
principals, include student achievement outcomes or student growth data as an evaluation criterion.

[l Yes, our principal evaluation system DOES include student achievement
outcomes as an evaluation criterion.

[l No, our principal evaluation system DOES NOT include student achievement
outcomes as an evaluation criterion.

Indicator (a) (6)

If your principals receive performance “ratings or levels” through an evaluation system, please
provide the number and percentage (including numerator and denominator) of principals rated at each
performance rating or level. (Insert rating or performance level, i.e. “1” through “4”, or
“unsatisfactory” through “Distinguished”. Please leave rows emply or add extra rows as needed.)

] N/A, our principals do not receive performance ratings or levels through the
evaluation system.

Name of Rating | Number of Principals at | Number of Principals Being Percentage of Principals
or Performance this Level in SAU Evaluated by System in SAU at this Level in SAU
Level (“Numerator™) (“Denominator”) (automatically calculated)

Thank you for completing this survey.

If you have questions about how to answer any of these questions contact Daniel Conley at
dan.conlev@maine.gov , or call (207) 624-6639.

For technical help with this survey contact the MEDMS HELP Desk at (207) 624-6896.
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Standards > The Five Core Propositions

The Five Core Propositions

NBPTS was created in 1987 after the Carnegie Forum on Education and the Economy’s Task Force on Teaching as a
Profession released & Mation Praparad: Teachars for the 21st Century. Shortly after its release, NBPTS issued its
first policy statement: What Teachers Should Know and Be Able to Do (PDF - 104kb).

This policy set forth our vision for accomplished teaching. The Five Core Propositions form the foundation and frame the
rich amalgam of knowledge, skills, dispositions and beliefs that characterize National Roard Certified Teachers (NBCTs).

Proposition 1: Teachers are Committed to Students and

= NBCTs are dedicated to making knowledge accessible to all students. They believe all students can learn.

= They treat students equitably. They recognize the individual differences that distinguish their students from
one another and they take account for these differences in their practice.

» MBCTs understand how students develop and leam.
They respect the cultural and family differences students bring to their classroom.
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« They are concerned with their students” self- concept their mouvaum and the effects of learning on peer
relationships.

« NBCTs are also concerned with the development of character and civic respensibility.
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3 o 2: Teachers Know the Subjects
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» NBCTs have mastery over the subject(s) they teach. They have a deep understanding of the history,
structure and real-world applications of the subject

« They have skill and experience in teaching it, and they are very familiar with the skills gaps and
preconceptions students may bring to the subject,

. They are able to use diverse instructional strategies to teach for understanding.
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Proposition 3: Teachers are Respo

= NBCTs deliver effective instruction. They move fluently through a range of instructional techniques, keeping
students motivated, engaged and focused.

« They know how to engage students to ensure a disciplined learning environment, and how o organize
instruction to meet instructicnal goals. ‘

» NBCTs know how to assess the progress of individual students as well as the class as a whole.

« They use multiple methods for measuring student growth and understanding, and they can clearly explain
student performance to parents.
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. NBCTs model what it means to be an educated persan — they read, they question, they create and they are
willing to try new things.
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= They are familiar with learning theories and instructional strategies and stay abreast of current issues in
American education.

= They critically examine thelr practice on a regular basis to deepen knowledge, expand thelr repertoire of
skills, and Incorporate new findings into their practice.
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Proposition 5: Teachers &

« NBCTs collaborate with others to improve student learning.

« They are leaders and actively know how to seek and build partnerships with community groups and
husinesses.

They work with other professionals on instructional pelicy, curriculum development and staff development.

» They can evaluate school progress and the allocation of resources in order to meet state and local
education objectives.
They know how to work collaboratively with parents to engage them productively in the work of the school,
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